The aim of the article is to analyse the phenomenon of nepotism, its effects in small and medium enterprises in Poland and Ukraine and their negative impact on social capital. Systematization literary sources and approaches for solving the problem of nepotism indicate that it is quite a common phenomenon in central and east European countries. Nepotism caused a lot of negative impact on organizations. It means, that in the organization, where nepotism is common employees have less motivation, job satisfaction. Their commitment to the organization is lower. They are also less efficient due to the selection of less capable candidates for the job or position. According to literature, on the other hand, nepotism could sometimes have a positive impact on family-owned companies. The article contains a review of the literature on social capital, nepotism and its effects, followed by an analysis of the results of quantitative research aimed at expanding knowledge about the problem of nepotism, determining its scope in Polish and Ukrainian enterprises, as well as its evaluation. The methodological tool of the research was a survey. Questionnaires were distributed to 691 working part-time students of private universities in Poland. The research was conducted from February to May 2019. The paper presents the results of an empirical analysis which showed that both nepotism and closely related cronyism are common phenomena in Poland and Ukraine. It should be pointed out that they are more common in Ukraine. Both phenomena have a negative impact on satisfaction, motivation and work, commitment and trust among employees. One of the important effects of favouring people in the workplace is also reduced the social capital of the company. The results of the research can be useful for managers. Social capital is one of the important elements significant for the development of a company, and nepotism affects it negatively. The conducted research can be used as an aid in creating and reorganizing transparent processes related to the employment of staff and effective personnel management in the organization.
The concept of nepotism is not homogeneous. It covers a broad spectrum of family relationships that are connected with professional relationships. I-Pang Fu, referring to the works of Padgett and Morris (2005) , talks about two forms of nepotism, i.e. «cross-generational nepotism» and «paired employees». Cross-generational nepotism refers to the employment of family members who are from the first two or older generations. This phenomenon is usually found in family businesses. The nepotism called «paired employees» raises greater controversy. The term refers to a dual career and relationship between husband and wife in the office. The controversies are associated with situations when married couples apply to work in the same workplace. In this context, some scholars, such as Padgett and Morris, contest the anti-nepotistic policy pursued in many companies. They believe that such careers can better balance work and link family responsibilities in situations when they become significant actors in the workplace (Fu, 2015) . Another division of nepotism is proposed by Mary L. Williams and D. Laker, who mention four basic forms of the phenomenon. The first is «family nepotism» and means the employment of family members by the owner of a given company. It should be noted that this type of nepotism, most often assessed negatively, is usually found in family businesses (Jackiewicz et al., 2013) . The second form of nepotism according to Williams and Laker is the employment of a spouse in a prominent position. In the literature on the subject, it is called «paired employees». Controversies in this respect are caused by anti-nepotistic practices, which consequently lead to the worse treatment of women than men. Lack of respect for human rights is also paid attention to in such cases. Nepotism can also be understood in a political sense, i.e. «political nepotism» -supporting a family member when hiring for a particular political position. As a consequence, we are dealing with further forms of corruption. In the fourth -last -meaning, nepotism can be understood as the employment of a relative related to an existing employee other than the owner of the company and other than the spouse. Williams and Laker call this form «organizational nepotism». Discussions on this form of nepotism concern honest human resources management and the sense of justice in the organization (Williams and Laker, 2010) . We see, then, that the views of Williams and Laker converge on the issue of nepotism defined as «paired employees». In employment, nepotism most often occurs where the remuneration for work is high, the requirements are small, and the organization's results depend to a small extent on the qualifications and skills of managers. It is also fostered by the delegation of decisions to employ people below in the hierarchy and opportunities for hidden payment (Ponzo and Scoppa, 2010) . The level of nepotism is also influenced by the requirements for company managers. Where the requirements are lower, the probability of choosing a manager in a nepotistic way is higher. This is due to the lower impact of the quality of the manager's work on the company's performance, and hence the smaller losses resulting from the employment of someone with low qualifications. In practice, the managing director of the family is most often employed in small companies with low R&D expenditure and high spending on promotion and advertising. With the increase in the size of the company, and, which follows, the requirements for managers, the percentage of people not related to the family of the company's owners increases (Lin and Hu, 2007) . The phenomenon of nepotism in employment is also mentioned when hiring people for ordinary jobs. Also, here, as in the case of managerial positions, the phenomenon occurs more often with less demanding workplaces. Research carried out in Sweden has shown that it is popular when newcomers are entering the labour market. There was a dependence, that the less demanding and the lower paid work, the worse results were achieved by the person entering the labour market and the higher the probability of nepotism (Kramarz and Skans, 2007) .
Organization's attitude to nepotism is usually negative, although a certain part of the company's environment may judge the candidate selected on the basis of family relationships neutrally or even positively. This is especially true if the family members employed are related to the owners of the family business. The widespread negative attitude towards nepotism results from the effects that it brings if it is taken into consideration when hiring staff. In most situations, employing a family member results in negative consequences. Only when the choice of a person related to the family had substantive grounds, i.e. the person has the qualifications necessary to perform their functions, such a choice offers benefits, in particular, if it concerns a family business and a person related to the family of the owners (Padgett et al., 2015) .
As far as the disadvantages of nepotism are concerned, the first one to be mentioned is the perception of the person employed in the organization in this way. It can be assumed that if organizations introduce best practices in the field of employment, evaluation and promotion of their own employees, nepotism can bring some benefits. It is about the organization itself and about its employees. In addition, no one should feel hurt if all candidates for a given position in an organization go through equal and fair procedures, and the person hired is the best candidate for the job, no one is harmed. This does not change the approach to nepotism itself, the impact on satisfaction and motivation of other employees, the opinion about the organization itself and the practices it uses (Riggio and Saggi, 2005) . In fact, the subordinates, regardless of the competencies of the person employed, will perceive them as an inferior and less competent employee (Padgett et al., 2005) . Some researchers (Padgett, Morris) say that such people are stigmatized by the environment (Padgett and Morris, 2015) . This results in negative consequences for the organization. The subordinates of the person employed on the basis of family connections experience less job satisfaction, less willingness to get involved in the organization and lower motivation (Padgett and Morris, 2015; Padgett et al., 2005; Abdala et al., 1998; Ali and Ekiz, 2006; Quaisar, 2016) . Nepotism can provoke jealousy and resentment among other employees (Eiving, 1965) . Their trust in the organization (Keles et al., 2011) and the managerial staff are reduced (Vveinhardt and Petrauskaite, 2013) . It has a negative impact on the company's organizational culture (Vveinhardt and Petrauskaite, 2013) . Interpersonal communication is difficult. Persons employed on a normal basis have concerns for cooperation and communication with persons employed on the basis of family connections (Vveinhardt and Petrauskaite, 2013) . Employees' willingness to leave the company also increases (Padgett et al. 2015) , and also, if information about the practices of nepotism gets into the environment, the willingness to hire outsiders decreases (Eiving, 1965) . At the same time, such a supervisor has less chance of getting support from his subordinates (Padgett et al., 2015) . There may also be a problem with the transfer of intra-family conflicts to the organization, which, if it concerns the management staff, may translate into its malfunctioning (Vveinhardt and Petrauskaite) . The large role of nepotism in recruitment processes results in less employee involvement in improving their qualifications (Ponzo and Scoppa, 2010) . Research shows that as the importance of nepotism in the functioning of the organization increases, the willingness to invest in social capital decreases, as well as the willingness to improve qualifications in education processes, decreases (Perez-Alvarezy and Strulik, 2018) . This negative effect is strengthened in the case of the educational processes of family members of the company's owner. Research carried out on students in Turkey showed a strong correlation between being a child of a parent running their own business and weaker results in learning, less willingness to graduate and less entrepreneurship (Gevrek and Gevrek, 2008) . Only in the case of free professions, a reverse tendency was observed, in which parents who had a free profession had a positive influence on their children's learning outcomes, and also transferred skills and professional competencies (Aina and Nicoletti, 2014) . As a rule, poorly assessed employment of family members does not always have to be treated so negatively, especially in family businesses. Nepotism in such companies is a natural phenomenon, morally justified by family ownership title to the company's assets (Popczyk, 2017) . In the case of employing a candidate from this family in a company, you can use the previous interaction of this candidate with the family and use the mutual interdependence of family members, which is support by culture. Mutual social connections of such candidates are higher than in the case of people outside the family. Such circumstances favour the construction of a company's social capital, which can be used for Marketing and Management of Innovations, 2019, Issue 2 299 http://mmi.fem.sumdu.edu.ua/en better knowledge management in the organization, which translates into strengthening competitive advantages (Jaskiewicz et al., 2013) .
The play of interests of various social groups in the family company is important. Each employee belongs to one of these groups. Also, the interests of individual social groups do not always coincide with the interest of the organization itself. In family enterprises, a relatively stable social group is the family which, due to its specificity and position in the company (power resulting from ownership) is not forced to confront other groups, while its goals are consistent with the interest and aims of the organization itself. Therefore, it is important to hire competent and properly prepared family members, because such policy translates into an increase in the scope of family power in the organization and higher employee loyalty (Popczyk, 2017) . The strong position of the family, supported by appropriate competencies of its members and relationships, allows to improve the innovation of the company thanks to greater willingness to make long-term investments supported by authoritarian decisions of owners that could be impossible for non-family enterprises, where pressure for quick return of capital and increase in value is stronger (Miller, 2015) . The employment of a nepotistic candidate, if he is qualified, can also be positively evaluated by his superiors (Eiving, 1965) . At the same time, if the family has a lot of control over the company, the manager from the family reduces the probability of conflicts between the owners of the company (family) and the manager of the company, which may even result in restricting the freedom of the manager. One does not also have to monitor the manager from the family so closely (Lin and Hu, 2007) . Leaders employed on the basis of family connections are characterized by a higher level of loyalty and involvement in the organization. When they are positively evaluated by the environment, they also manage to gain greater trust and commitment with other members of the organization. It can contribute to the formation of so-called communal organizations with a more holistic attitude of employees who will feel part of a larger whole i.e. the organization, which will result in their greater responsibility for their actions, greater involvement, loyalty, stronger relationships between employees, better integration of organizational processes and more effective solving of emerging problems (Padgett et al., 2015) . When looking for positive elements in nepotism, one can refer to genetics. People inherit their genes from their parents. If these turned out to be efficient managers who developed their family business, then one of the factors determining success could be predispositions resulting from character traits and the organism. Children of such people inherit some of these traits, i.e. they may be genetically predisposed to perform similar functions. At the same time, the genetic factor can be strengthened by the family environment in which the person grows up and in which from the beginning of his life he is accustomed to the future role of the manager in the parents' company (Jones and Stout, 2015) .
When writing about nepotism, one must take into account cultural differences and the resulting different approach to this phenomenon. In countries characterized by a collectivist culture, aimed at supporting family members (e.g. Asian countries), nepotism is accepted and widely used as a practice of employment. If it is not practised, conflicts may arise. It is normal in China (Chen et al., 2013; Luo et al., 2012) . In the Arab world, family ties are a typical way to bypass formal procedures (Williams and Bezeredi, 2017) . And there is no trust in people employed in managerial positions outside the family. This is due to the Arab culture in which loyalty and dependence on the family have been instilled since childhood. This translates into the behaviour of managers raised in such culture, who are instilled in putting the interest of the family above their own and paying off a kind of debt to it in a loyal service for the company (Sidani and Thornberry, 2013) . As a result, nepotism is not evaluated negatively (Nadeema et al., 2015) . This does not mean that it has no negative effects on the development of the company and its future. Let us add that societies in countries with individualist culture (Western Europe, USA, etc.) nepotism criticize and take action to limit it. Differences in the approach to nepotism may also occur in countries from a similar cultural background. They will not be large, but they are noticeable. Colin C Williams together with local researchers carried out a study related to nepotism and so-called the 300
Marketing and Management of Innovations, 2019, Issue 2 http://mmi.fem.sumdu.edu.ua/en «vruzki», «vrski» and «blat» phenomena that are used to describe bribery in the countries of Central and Eastern Europe (Macedonia, Bulgaria, Ukraine). The results were similar in all these countries, although noticeable differences were identified. In Macedonia, the «vrski» when looking for a job was used by young people, with higher incomes, living in small towns and in the countryside (Williams and Bezeredi, 2017) . In Bulgaria, «vruzki» was also more often used by young people with higher incomes, but unlike in Macedonia, more often by residents of large cities (Williams and Yang, 2017) . In Ukraine, similar practices are used much more frequently than in Bulgaria or Macedonia to gain access to educational services (Williams and Onoshchenko) . In other words, such practices are more common.
It should be noted that in order to prevent problems that may be generated by nepotism, antinepotistic policies are implemented in many organizations. However, it may turn out that the introduced rules, which were to protect the organization from employing incompetent persons, generate some problems themselves. Specifically, they do not allow to hire people with the highest qualifications for the sole reason that they are related or married to people already working in the organization. In addition, it may happen that qualified employees who are employed on the basis of high competences, meet at work, fall in love and decide to marry. The anti-nepotistic policy, that is strictly observed in the organization, may lead to one of the employees having to leave to a different location of the company, if it exists, or leave the organization (Fisher, 2005) . It is worth considering in this context whether the phenomenon of nepotism should be approached in such a severe manner.
The issue of nepotism should be considered in the context of its importance to social capital. Generally speaking, the success of an enterprise is not only dependent on the condition of financial and material resources and human capital, but also on the value of social capital which during last three decades became one of the most influential concepts serving the explanation of social behaviour on different levels (Lin, 2017) . The very term «social capital» appears in the United States in 1916 in the discussion of the possibilities of cooperation between neighbours when supervising a school. In this context, Lynda Hanifan spoke about social capital as «tangible assets, which count most in everyday lives of the people: goodwill, comradeship, sympathy and social interaction among individuals and families forming a social unit» (Keeley, 2007) . In the mid-1960s, Canadian sociologists, such as John Roland Seely, Alexander Sim and Elisabeth Loosely, used the term social capital to discuss the culture of urban society. In the 1970s, social capital has become the subject of economists' studies. Today it is used by sociologists, economists and political scientists (Eroglu and Kangal, 2016) .
At the same time, it should be noted that not long ago the concept did not exist in English dictionaries at all (Partrige, 1991; Crowther, 2006) . It is therefore understandable that the term «social capital» is far from clarity. There is also mentioning that the concept of «social capital» is more than two million references, close to «human capital» (2180000), comparing to less popular «cultural capital» -467,000 and «relationship capital» only 7050 (Scholar, 2018) . There are also authors claiming that the concept of social capital is burnt. It is worth mentioning that the phrase «social capital» has more than two million references, close to «human capital» (2180000), comparing to less popular «cultural capital» -467 000 and «relationship capital» only 7050 (Scholar, 2018).
Among different ways of defining social capital the most popular are close connections with «social trust», «cultural capital», «human capital» or «relationship capital». We need to remember that there are many ways to understand the relations with trust, cultural capital and relationship capital. A brief look at different classical definitions of social capital proves how differentiated the phenomenon is. Bourdieu (1983) defines social capital as «the aggregate of the actual or potential resources which are linked to possession of a durable network of more or less institutionalized relationships of mutual acquaintance and recognition». Coleman (1988) defined social capital functionally as «a variety of entities with two elements in common: they all consist of some aspect of social structure, and they facilitate certain actions of actors». Putnam (2000) perceives social capital as «connections among individuals and social Marketing and Management of Innovations, 2019, Issue 2 301 http://mmi.fem.sumdu.edu.ua/en networks and the norms of reciprocity and trustworthiness that arise from them». Fukuyama sees social capital as generally understood rules that enable people to cooperate such as the norm of reciprocity (Sulkowski, 2017) . The notion of social capital got into the discourse of management science thanks to the proximity to the economy, organizational sciences, and managerial practices (Cohen and Prusak, 2001; Chmielecki and Sulkowski, 2018) . The concept has become more and more popular in business and management during the last 20 years (Ferragina and Arrigoni, 2017; Adler and Kwon, 2002) . Social capital determines the actual resources, the existence of which is of social significance. There is a number of features of the characteristics of social capital starting with production where social capital is created with the use of specific material resources, financial resources, work, and time. Another element of the characteristics is transformation, here social capital has the ability to transform certain goods (material resources, financial resources, work, and time) into benefits that cannot be obtained in a different way (e.g. the use of someone else's knowledge, skills, ensuring privileged treatment, receiving emotional support or support in a difficult situation etc.) (Woolcock and Narayan, 2000) . During the investment process material resources, financial resources, work, and time are invested in the creation of an atmosphere favouring mutual trust. Stronger ties require larger investments, while weaker ties require smaller investments. Similar to material capital, social capital is of heterogeneous nature (diversity) (Reagans and Zuckerman, 2001) . Social capital is also characterized by predictability and different degrees of stability. Social capital needs to be attended to -in order to maintain its productivity, it needs to be «used» from time to time. The creation and maintenance of social capital are preceded by the calculation of cost and benefits, which is called «alternative cost». The final characteristics are transferability which is only present in social capital only partially as it is impossible to resell or hire social capital. Social capital can be transferred or inherited in a certain way (e.g. parents' friends become also children's friends) (Inkpen and Tsang, 2005) .
In business and management the concept of «social capital» is frequently used in connection with issues like organizational culture (Nahapiet and Sumantra, 2000) and identity (Whetten, 2006; Brickson, 2007) , corporate social responsibility (Jones et al., 2001) , human resources management (Botelho, 2017), marketing and e-commerce (Mutz, 2005) , social networks (Chen et al., 2017) and finance (Aggarwal et al., 2015) . In the concept of social capital draws attention to the equally significant role of the family in building and supplying this component in the workings of the economy and society (Bubolz, 2001) . For the needs of this paper, we can use the definitions dominant in the literature, treating social capital as social trust, connections and social networks that facilitate cooperation and reciprocity. Referring to nepotism, the phenomenon occurs in a wider scope where social capital is smaller. Despite the number of its definitions and the difficulties associated with its measurement, it is certain that the value of social capital is based on mutual social relations and trust that exists between individuals. Thus, nepotistic practices affect the reduction of social capital because they weaken its pillars, that is are the trust and social relations in the organization.
In addition, nepotism significantly worsens the social capital of the organization, because it is also an element decreasing social capital, in this way the reduced social capital promotes nepotism. As a result, the organization «infected» with nepotism is exposed to the risk of a vicious circle resulting in a permanent reduction in the level of social capital, which leads to its deterioration. Therefore, it is so important to learn and effectively counteract the nepotism in the organization if it has a negative form for the organization.
Results. The main goal of the research was to analyse the phenomenon of nepotism in Poland and Ukraine. The research also covered the phenomenon of cronyism, which in the literature is usually considered in the context of nepotism. In particular, an attempt was made to determine the scale of the phenomena of nepotism and cronyism in Poland and Ukraine, to assess the impact of these phenomena on the functioning of entities and opinions on the topic of nepotism and cronyism in Polish and Ukrainian society. On the basis of the above goal, the following research hypotheses were formulated. The first four of them relate to the scale of nepotism and cronyism. Based on previous studies (Sroka and Vveinhardt, 2018; Onoshchenko and Williams, 2014; Williams and Onoshchenko, 2014) and depending on the scale of its occurrence from the geographical region, the authors assumed that: H1: Nepotism is a common phenomenon in Poland H2: Nepotism is a common phenomenon in Ukraine H3: Nepotism is a noticeably more common phenomenon in Ukraine than in Poland.
In addition, the literature analysis indicates that the larger the enterprise, the smaller the scale of nepotism and cronyism, so these phenomena are least common in corporations, they are much more common in small ones, especially in family businesses. As nepotism is often associated in the literature with cronyism, and some studies combine both phenomena to a certain extent, it was decided to compare the phenomenon of nepotism with cronyism (Williams and Bezeredi, 2017; Williams and Yang, 2017; Ponzo and Scoppa, 2010) . This is due to the fact that there are significant differences between these phenomena, although their effect on the functioning of the company is similar. The authors decided to spot these differences hence the following research hypothesis was made:
H4: Cronyism is a more common phenomenon than nepotism. The next hypotheses refer to the influence of nepotism and cronyism on the functioning of entities in Poland and Ukraine. The authors assume that the impact is almost always negative, and in certain specific circumstances it can also be positive. Such situations have been described in the literature (Jaskiewicz et. al., 2013; Popczyk, 2017; Miller et. al., 2015; Eiving, 1965; Lin and Hu, 2007; Padgett et al. 2015) . There may also be dual situations when nepotism affects the organization both positively and negatively. Therefore, the following research hypotheses were proposed:
H5: Nepotism has a negative impact on satisfaction, motivation to work, commitment, trust in the organization, willingness to work in the organization.
H6: Cronyism has a negative impact on satisfaction, motivation to work, commitment, trust in the organization, willingness to work in the organization.
H7: Nepotism, with the proper competence of the manager, has a positive impact on employee commitment, satisfaction, motivation to work, Finally, the authors decided to define opinions on nepotism and cronyism. Based on the available literature (Sroka and Vveinhardt, 2018; Onoshchenko and Williams, 2014; Williams and Onoshchenko, 2014; Padgett and Morris, 2005; Padgett et al., 2015; Hagen et al., 1998) , in which the vast majority of both nepotism and cronyism were evaluated negatively, the following research hypotheses were put forward:
H8: Nepotism is negatively assessed by employees in Poland and Ukraine H9: Cronyism is negatively assessed by employees in Poland and Ukraine H10: The assessment of nepotism is more lenient in Ukraine than in Poland H11: The assessment of cronyism is more lenient in Ukraine than in Poland Verification of the above research hypotheses was carried out on the basis of the results of a quantitative study. The conclusions from the research conducted on a statistical representative sample refer to the general population formulated as working part-time students of private universities in Poland. The study was conducted from February to May 2019. Most of the students that took part in the study already work, so they have the experience necessary to answer the questions of the survey. A similar attempt was made by Padgett, Padgett and Morris in their research (Padgett et al., 2014, Padgett and Morris, 2005) . The research was carried out in both large and smaller didactic centres, attended by a total of 691 respondents, of whom:
-61.0% were women; -61.2% were people under 30 years of age;
Marketing and Management of Innovations, 2019, Issue 2 303 http://mmi.fem.sumdu.edu.ua/en -59.6% were people with secondary education, 11.6% people with post-secondary education, and 26.7% with higher education;
almost 72.7% were Poles, almost 26.8% Ukrainians, and less than 0.5% students of other nationalities, with 78.0% of foreigners participating in the study living in Poland for no more than 5 years;
-38.4% of respondents are business owners or people working in private enterprises, 23.8% are employees of state or business administration, 17.0% are corporate employees, 4.8% have casual jobs, and the remaining 16% are non-working people;
the largest number of working people is employed in large enterprises -32.7%, 23.3% in medium-sized enterprises, 22.4% in small enterprises and 21.6% in micro-enterprises.
The structure indicators provided were calculated on the basis of valid responses, whereas the no answer rate for the majority of questions was no more than 3.3% (only in the case of the question about gender the share of non-valid answers was 11.6%). Statistical methods, including methods of statistical inference, were used to verify the research hypotheses. The variable analysis, such as the scale and assessment of nepotism or the scale of cronyism, have a multidimensional character, moreover, they are qualitative or quasi-qualitative variables. Therefore, their operationalization is based on simultaneous consideration of the answers to a number of questions in the survey using synthetic statistical measures, i.e. how to mean scales -averages from answers on a given scale given to questions about a given phenomenon («Due to the fact that all variables included in a given synthetic measure assume values from the same intervals, there was no need to use more complex measurement methods, such as Hellwig's multidimensional development measure» (Stec, 2009) ). For example, the scale of nepotism is determined on the basis of the average of answers provided by the respondents' answers to the question of to the frequency of occurrence such as employment of a relative of the owner of the business, person responsible for recruitment or someone in the company, promoting relatives, paying higher wages to a relative, better treatment or a more lenient assessment of a relative. The answers taken into account were on the 0-4 scale, where 0 means that such a phenomenon never occurred, 1sporadically, 2 -rarely, 3 -often, 4 -very often (originally, the scale used was a five-level 1-5, where 1 -never). Thus, the synthetic measure of the scale of nepotism in the opinion of the respondent may take values from the range of 0-4, where 0 would mean that the subject never met with any of the symptoms of nepotism mentioned in the survey, and 4 that he often meets all the mentioned manifestations of nepotism. An analogous method was used to measure the scale of cronyism and to assess the phenomenon of nepotism and cronyism. In the case of verification of hypotheses concerning the comparison of the nepotism scale in Poland and Ukraine (H3), the comparison of the scale and the assessment of nepotism and cronyism (H4, H10, H11) parametric tests for mean values (based on the mean averages) were used. In addition, in order to verify hypotheses about the scale of nepotism and cronyism, the non-parametric dependency tests (Spearman rho) and non-parametric median tests and one-factor analysis of Kruskal-Wallis variance in the study of the dependence of the nepotism scale on the type of subject (respondent's place of work) were performed. In the case of the first hypothesis, which was: H1: Nepotism is a common phenomenon in Poland The assessment of the scale of nepotism was based on the fact that the respondents defined how often they encountered situations that could indicate the occurrence of this phenomenon. Only 15.3% of Poles surveyed never encountered a situation of employment of a relative related to the owner of the company or a manager responsible for recruitment for a managerial position, while 40.2% of those asked met frequently or very often with such a situation. On the other hand, only 12.4% of the Polish students interviewed never encountered a situation of employment of a person related to the owner of the company or a manager responsible for recruitment for a regular position, while 44.9% of those asked met this situation often or very often. The percentage of respondents who never met with the other 304
Marketing and Management of Innovations, 2019, Issue 2 http://mmi.fem.sumdu.edu.ua/en nepotism symptoms mentioned in the survey did not exceed 1%, they met particularly often a better treatment or a more lenient assessment of a relative related to the owner or superior of that person (see Figure 1 ). These indicators allow claiming that from the perspective of part-time students of private Polish universities nepotism is a common phenomenon in Poland (positive verification of the H1 hypothesis).
Figure 1. Percentage of respondents from Poland and Ukraine, who met with nepotism often or very often
Source: developed by the authors. In the case of the second hypothesis, which was: H2: Nepotism is a common phenomenon in Ukraine More than half of the Ukrainian students surveyed often or very often met with the symptoms of nepotism in the form of employment of people related to someone in the company, promoting, better treatment or a milder assessment of relatives. The share of people who never met with the symptoms of nepotism listed in the survey exceeded 10% only in the case of recruitment of a person related to the business owner or a manager responsible for recruitment (11.2%). This allows for positive verification of the hypothesis that nepotism is a common phenomenon in Ukraine. In order to compare the scale of the phenomenon of nepotism in various types of organizations and enterprises of various sizes, a synthetic meter was constructed which is the average of values on the scale 0-4 (a description of the method of calculating the meter was presented earlier). These meters themselves do not have an interpretation but allow comparative analysis (see Figure 2 .)
The nonparametric correlation test for the Spearman's correlation indicator shows that the relationship between the nepotism scale and the size of the company is statistically insignificant (the Spearman coefficient based on the sample of 576 workings is equal to 0.022, the p-value is 0.606). In turn, the comparison of the scale means in sub-samples distinguished by the type of organization as a workplace indicates statistically significant differences in the scale of nepotism (p-value equal to 0.023 in the Kruskal-Wallis test for 3 independent samples).
The scale of nepotism is significantly higher in state institutions than in private enterprises (p-value equal to 0.049 in the significance test for average values) and corporations (p-value 0.003), while the scale of nepotism is significantly lower in corporations than in private enterprises (p-value 0.053). In the case of the third hypothesis which was: H3: Nepotism is a noticeably more common phenomenon in Ukraine than in Poland. In order to compare the frequency of occurrence of nepotism in Poland and Ukraine, tests of equality of structure indices were carried out. The share of the surveyed Ukrainians, who often or very often met in promotion of relatives or paying a higher salary to a person related to the owner or superior of this person was significantly higher than the corresponding share of surveyed Polish students (at the level of significance 0.001). In addition, in order to compare the scale of the phenomenon of nepotism in Poland and Ukraine, a synthetic measure was constructed which is the average of values on a scale of 0-4 (a description of the method of calculating the meter was presented earlier). The test of equality of average scale values in two independent samples (distinguished on the basis of nationality: the sample of Poles and Ukrainians) indicates that the scale of nepotism in Ukraine is significantly higher than in Poland at the level of significance 0.05 (see Table 1 ). Source: developed by the authors.
The conclusions from the above test (and the Kruskal-Wallis test) allow for positive verification of the hypothesis that from the perspective of private universities' students' nepotism in Ukraine is noticeably more common than in Poland. The next phenomenon subjected to the study was cronyism. The universality of the phenomenon of cronyism is indicated, among others, by over 40% of respondents who often or very often met with the employment for a managerial or regular position, better treatment or milder assessment of the owner's or recruitment manager's friend. In turn, the percentage of students who have met with the symptoms of nepotism mentioned in the survey is relatively small (see Figure 3 ). The next was the fourth hypothesis, which was: H4: Cronyism is a more common phenomenon than nepotism.
In order to compare the scale of nepotism and cronyism, synthetic measures of nepotism and cronyism were determined (according to the method described earlier). The values of the measures do not have an interpretation. However, they allow to compare the scale of these phenomena thanks to the fact that answers to questions regarding manifestations of both phenomena were given on the same scale (0-4). The equality test of average scale values for dependent samples indicates that these averages do not differ in a statistically significant way (on the basis of a sample of all Poles and Ukrainians surveyed), and therefore, in the light of the conducted research, it cannot be said that the phenomenon is more common than nepotism (see Table 2 ). At the same time, from the perspective of part-time students, the scale of nepotism in Poland is significantly greater than the scale of the cronyism, while in Ukraine it does not differ significantly. Subsequently verified hypotheses assessed the influence of nepotism and cronyism on the attitudes of employees in the organization. The fifth hypothesis assessing the influence of nepotism was H5: Nepotism has a negative impact on satisfaction, motivation to work, commitment, trust in the organization, willingness to work in the organization. The sixth hypothesis concerned cronyism and was H6: Cronyism has a negative impact on satisfaction, motivation to work, commitment, trust in the organization, willingness to work in the organization. In the opinion of the respondents, nepotism has a negative impact on job satisfaction in the organization (enterprise, institution, etc.) , motivation to work, commitment, trust in the organization or even willingness to work in the organization in which there is a phenomenon of nepotism consisting in employment due to kinship. This opinion was expressed by the vast majority of the respondents (see Figure 4 ). Significance tests indicate that the influence of nepotism on listed aspects of the organization's functioning is actually assessed negatively (at the level of significance 0.001 the negative rating rate is greater than 50%). The assessment of the impact of cronyism on the functioning of the organization is similar, which is confirmed by relevant significance tests for structure indicators (at the level of significance 0.001 the percentage negatively assessing the impact of cronyism on various aspects of the organization is greater than 50%). Therefore, the fifth and sixth hypotheses were verified positively. On the other hand, the respondents confirm that nepotism, meeting the requirement of appropriate managerial skills, can have a positive impact on employees' commitment, job satisfaction, motivation to work, as well as reducing the risk of conflicts with the owners of the company (see Figure 5 ). It may be favoured by the loyalty of managers, sharing knowledge between managers, and the involvement of managers in the company. Significance tests indicate that the fact of employment of a relative on a managerial position can be assessed positively if the manager's proper competence is met (at the level of 0.001 the negative assessment rate is greater than 50%). Thus, the seventh hypothesis, which was H7: Nepotism, with the proper competence of the manager, has a positive impact on employee commitment, satisfaction, motivation to work was confirmed.
In the next part of the study, an attempt was made to assess nepotism by Polish and Ukrainian working students. The majority of Poles surveyed assesses paying to related persons higher salary (81.3% of respondents), better treatment (78.0%), milder assessment (76.5%), promotion of relatives (73.0%), employing people related to a managerial position (70.5%) as an unacceptable or inappropriate situation. The respondents assessed manifestations of nepotism in the form of hiring relatives on regular positions (38.0% considered this situation as unacceptable or inappropriate) or assistance in employment directed to a person who is a relative of another employee of the company (28.6%) relatively milder. These results indicate that nepotism is negatively assessed by working students in Poland (see Figure 6 ). More than a half of the surveyed Ukrainians negatively assess manifestations of nepotism associated with a milder assessment of relatives (56.4%) employing relatives on managerial positions (52.8% of respondents), paying higher wages to relatives (52.5%), promoting relatives (52.2%), their better treatment (51.4%). As in the case of the Poles, the employment of relatives on a regular position (33.5%) or assistance in employment directed to a relative of another employee of a company is assessed more lightly (26.8%). These results indicate that nepotism is rather negatively assessed by Ukrainian students (see Figure 7) . The eighth and ninth hypotheses were therefore confirmed:
H8: Nepotism is negatively assessed by employees in Poland and Ukraine H9: Cronyism is negatively assessed by employees in Poland and Ukraine Figure 7 clearly shows that the negative assessment of the symptoms of nepotism is the characteristics of a larger percentage of Poles surveyed than Ukrainians (significance tests for structure indicators indicate that these differences are statistically significant). In addition, synthetic measures for assessing nepotism were determined based on responses provided by respondents on a scale of 1-5, where 1 means that a given situation, which is a manifestation of nepotism is assessed as unacceptable, 0 0,1 0,2 0,3 0,4 0,5 0,6 0,7 0,8 0,9
Milder assessment of the superior's relative by that superior The above figure clearly shows that for the majority of respondents, both from Poland (91%) and Ukraine (73%) the average assessment of nepotism does not exceed the value of 3 (meaning neutral assessment). The significance test for mean values in independent samples shows that the average of scale values is significantly lower in the case of Polish students, which means that the assessment of nepotism is more lenient in Ukraine than in Poland, with the ratings of Ukrainians being much more diverse (see Table 3 ) The analysis of assessments of the situations being the manifestations of cronyism provides similar conclusions. Most of the respondents negatively evaluate the practices indicating favouring superiors' friends (direct or indirect), while the respondents indicated that paying a higher salary (79.4% of surveyed Poles and 51.4% of Ukrainians), better treatment (78, respectively, 1% and 52.0%), favouring in promotions (74.5%, 52.2%), milder assessment (73.5%, 53.4%), and assistance in employing a friend is the least often assessed negatively (see Fig. 8 ).
In analogy to the synthetic assessment of nepotism, synthetic measures of assessing the cronyism among the surveyed Poles and Ukrainians were determined. The scaled average of assessments of situations being a symptom of cronyism does not exceed 3 in the case of the vast majority of Poles (91%) and Ukrainians (92%) (the distributions of synthetic measures of assessment of cronyism are very similar to the distributions of nepotism measures, therefore it was decided not to include relevant figures). The assessment of cronyism by the Ukrainians is significantly milder than among Poles (see the results of the statistical test presented in Table 4 ). Conclusions. The hypotheses that from the perspective of working students of Polish private universities nepotism is common in both Poland and Ukraine to have been positively verified, with nepotism being noticeably more widespread in Ukraine than in Poland. The research shows clearly that the phenomenon of nepotism is the least common in corporations that are the workplace of part-time students. However, it is difficult to show that the bigger the company, the smaller the scale of nepotism. The research did not confirm that cronyism is more common than nepotism. In the opinion of the respondents, both nepotism and cronyism have a negative impact on satisfaction, motivation to work, commitment, trust in the organization, and willingness to work in the organization. When the manager's proper competencies are met, nepotism can have an advantageous impact on the functioning of the organization. Situations which are manifestations of nepotism and cronyism are most often assessed as unacceptable or inappropriate, while the assessment of these phenomena is more lenient in Ukraine than in Poland. The universality of nepotism in both Poland and Ukraine has a negative impact on the social capital of the organization and is a significant problem. Actions should, therefore, be taken to fight it. It should be remembered, however, that under certain conditions nepotism can have a positive effect on the organization. Employee assessments show that in some situation's nepotism can be perceived positively, therefore it should be remembered, introducing anti-nepotistic solutions, that they should not be used in situations in which nepotism is a desirable phenomenon. As a summary, let us remind that social capital is one of the essential components significant for the development of the company. Its level 0 0,1 0,2 0,3 0,4 0,5 0,6 0,7 0,8 0,9
Milder assessment of the superior's friend by that superior Better treatment of the superior's friend by that superior
Paying higher wages to superior's friend by that superior Promoting superior's friend to a better position by that superior
Help of any employee of the company in finding employment for that employee's friend Employment of a friend by recruitment manager on a regular position Employment of a friend by recruitment manager on a managerial position
Poles Ukrainians
Marketing and Management of Innovations, 2019, Issue 2 311 http://mmi.fem.sumdu.edu.ua/en is influenced by such factors as positive relations with other members of a given community or the level of trust. At the same time it should be noted that we can talk about three dimensions of these social bonds in the context of social capital, namely, strong family ties called bonding social capital, weak ties connecting friends and acquaintances referred to as bridging social capital and more formal bonds called linking social capital in the professional literature. Only linking social capital exerts a positive influence on such outcomes (Sabatini, 2007) . Therefore, it should be remembered that all activities and initiatives aimed at avoiding favouring people in the workplace lead to the strengthening of linking social capital as a consequence.
